The goal of the present study was to examine the influence of goal orientation and perceived learning support on the relationship between calling and continuous learning activity within the organizational context. Specifically, the mediating effects of three different types of goal orientation in the relationship between calling and continuous learning activity and the moderated mediation model of goal orientation and perceived learning support were examined. To gain accurate information, we confirmed the results in a serial order. First, the relationship between calling and continuous learning activity was mediated by learning and performanceapproach goal orientation, but not the performance-avoidance goal orientation. Second, perceived learning support moderated the relationships between learning goal orientation and continuous learning activity, and between performance-approach goal orientation and continuous learning activity. Third, perceived learning support moderated the mediating effect of learning and performance-approach goal orientation on the relationship between calling and continuous learning activity. Such results imply that calling can foster continuous learning activity by bringing about motivational influence in terms of learning and performanceapproach goal orientation. In addition, our research suggests that the relationship between each goal orientation and continuous learning activity might differ depending on the level of perceived learning support. The significance and limitations of our findings are also discussed.
Many people dream of finding 'the job'; the one that constantly provides energy for productive achievement, and enables an individual to grow within the organizational environment. But the reality is that it is seldom that a person will find such a job. Even if he or she was lucky to find one, the reality might not be exactly like what the person has expected, and it is more likely that the work would be a mixture of some exciting and loads of boring and dreadful tasks. Hence, individuals now seek to bring up motivation and passion for work from their heart, instead of expecting to be encouraged by the work itself. Reflecting on such a trend, scholars have recently focused on the concept of calling. The concept has originally been drawn from religious background, as a strong faith upon an individual's career which is summoned by transcendental presence (Hunter, Dik, & Banning, 2010) . However, in the modern perspective (Bunderson &Thompson, 2009 ), the notion of calling is more concerned with the passion for a specific career path or the work that people perceive as a purpose of life (Dobrow & Tosti-Kharas, 2011; Hall & Chandler, 2005) . Thus, calling is commonly understood as an individual's passion for the realization of life purpose within a job domain, and such a comprehensive definition of calling casts an important question regarding the components that make life and work meaningful (Hirschi, 2012; Rosso, Dekas, & Wrzesniewski, 2010) . The value of calling is becoming more emphasized in the modern society, as it can serve as a powerful motivational source at work. Continuous learning activity refers to pursuing new technique and knowledge in a job domain, and making consistent efforts to develop skills (London & Mone, 1999) . Given the usefulness in understanding the inner motivational mechanism of individuals' learning behavior within the work environment, the issue of continuous learning activity may continue to require serious research attention.
In general, individuals require motivational source to maintain the autonomous learning behavior. Taking into account past findings that regarded the sense of calling as a strong motivational attitudes and beliefs at work (Dik, Sargent, & Steger, 2008; Wrzesniewski, McCauley, Rozin, & Schwartz, 1997) thoughts and behaviors (Maurer, 2001; Maurer, Weiss, & Barbeite, 2003) , we investigated the effect of individuals' perceived learning support on the motivational mechanism which would lead one's sense of calling to continuous learning activity.
Calling at Work and Intrinsic Motivation
It is important to provide conceptual clarity to the term calling because originally, calling was derived from religious concept and thus it is rather difficult to gain clear-cut understanding of the concept from its original definition. Yet, the concept has recently been extended so as to be defined as the pursuit of passion or meaning of life in the course of engagement in vocational activities (Hirschi, 2012) . Taking into account this modern perspective, we have defined the concept of calling in work environment as an individuals' beliefs, attitudes, or values which can be characterized by one's passion for a job that serves as a meaningful motivator (Dobrow & Tosti-Kharas, 2011) , or a perceptional status of regarding one's work as the purpose of life (Hall & Chandler, 2005) . Thus, we predicted that calling might motivate individuals to make active efforts for enhanced work efficiency and productivity. (Elangovan, Pinder, & McLean, 2010; Hall & Chandler, 2005; Treadgold, 1999; Wrzesniewski et al., 1997) . Furthermore, they tend to work more than they are expected to, do not separate their work with personal lives, and show great conviction and passion for their career (Elangovan et al., 2010; Wrzesniewski et al., 1997) . For people with calling, the work itself is the ultimate purpose, rather than monetary 한국심리학회지: 산업 및 조직 -638 -reward or promotion (Rosso et al., 2010) .
Considering the extent of voluntary engagement in an individual's job and the reason behind such act, a sense of calling could be regarded as a significant source of intrinsic motivation at work.
Calling and Continuous Learning Activity
In the modern society, it is important to constantly acquire new knowledge and skills in order to adapt to the rapid change of the environment and social requirements (London & Mone, 1999) . Continuous learning activity is characterized by autonomous acquisition of knowledge and skills with present and future-oriented intentions, and it comprises both work-related and personal interest in activities that take place within and outside of the workplace (Birdi, Allan, & Warr, 1997 ). The concept is highly similar to self-directed learning and autonomous learning, both of which have been proven to increase the employees' engagement in developmental activities and the effectiveness of the organization (Walumbwa, Cropanzano, & Hartnell, 2009 (Hirschi, 2012) . Furthermore, the purpose of work for individuals with calling is to contribute to the organization and to have an opportunity for personal growth, rather than achieving monetary gain or career advancement (Chalofsky, 2003) .
As such, people who experience a sense of calling tend to engage in their job with great effort and passion, and actively seek for opportunities for development through learning new knowledge and skills.
Continuous learning activity is an important factor within organizational context, as such an activity often leads to enhanced group efforts and ultimately increases group productivity.
However, continuous learning activity occurs in the presence of an individual's desire to develop his or her abilities. We assumed that such an inner motivator might be one's sense of calling, and thus investigated the influence of calling on continuous learning activity.
Hypothesis 1: Calling positively affects continuous learning activity.
Goal Orientation as a Motivator
Goal orientation refers to a psychological tendency to engage in developmental or demonstrative activities in achievement situations (Dweck & Elliot, 1983; Nicholls, 1984 (Barron & Harackiewicz, 2001 ). Thus, learning goal orientation can be understood to be strongly associated with intrinsic motivation for the learning activity itself. However, the goal for people with performance goal orientation is proving their abilities in comparison with others, and they tend to focus more on the result of an activity than to enjoy the process itself (Ames, 1992) . (Bandura, 1982) . Referring to the self-determination theory, people without internal motivation act not for the sake of the behavior itself, but to maintain their sense of identity or to accomplish their goals that were set with their own will and thus can intrinsically motivate a person (Gagne & Deci, 2005) . We have introduced the concept of goal orientation to our research in order to examine how an individual's sense of calling can be revealed in the form of motivated behavior. In terms of motivation, we predicted that a sense of calling is strongly related to goal orientation.
As previously stated, a number of research have demonstrated a strong relationship between calling and intrinsic motivation for challenging tasks (Dik et al., 2008; Elangovan et al., 2010; Steger, Pickering, Shin, & Dik, 2010) .
Considering consistent results from a volume of research, we assumed that calling would be positively related to learning goal orientation and performance-approach goal orientation, both of which are strongly related to intrinsic motivation.
However, we expected that calling would be negatively related to performance-avoidance goal orientation, which is geared towards preventing negative consequences in performance.
Goal orientation is also known to be strongly associated with continuous learning activity (Kim & Yu, 2010) . As the positive influence of learning goal orientation is salient, learning goal orientation is also known as an important predictor of learning activity at work (Barron & Harackiewicz, 2001; DeGeest & Brown, 2011) .
We assumed that performance-approach goal orientation would also similarly show a positive relationship with continuous learning activity, considering the numerous research results that showed the positive influence of performanceapproach goal orientation on job attitudes and behaviors (Hurtz, 2002; Han & Williams, 2008) . (Magjuka & Baldwin, 1991; Maurer, 2001; Maurer et al., 2003) . With such assurance from the organization, individuals become more motivated to acquire new knowledge and develop new skills (Maurer et al., 2003) . 
Results

The Analysis of Mediating Effect
To confirm our hypotheses, we verified descriptive statistics, bivariate correlations, and intraclass correlations for all study variables, which are presented in Table 1 . Next, we conducted the path mediation technique recommended by Baron and Kenny (1986) --------Note. N=200, *p < .05, **p < . 01. In addition, we used the bootstrap procedure with the observed variables in order to confirm the significance of the indirect effect of learning and performance-approach goal orientations.
Bootstrapping methodology does not assume the normality of sampling distribution and can confirm that the significance of mediating effect does not stem from statistical error (Shrout & Bolger, 2002) . Thus, bootstrapping methodology have more statistical power than the Sobel test (Preacher, Rucker, & Hayes, 2007) . 5000 data samples were created by non-random sampling from the raw data samples (N = 200), and they were used in parameter estimation. As a result, the bootstrapping analysis of the 5,000
resamples found that the conditional indirect effects of calling on continuous learning activity through learning (B = .114, SE = .043, 95% CI = .037 to .205) and performance-approach goal orientation (B = .081, SE = .031, 95% CI = .027 to .148) were both significant, supporting the Hypotheses 2-1 and 2-2 (see Table 3 ). However, the indirect effect of calling on continuous learning activity via performance-avoidance goal orientation was not found to be significant (B = -.001, SE = .008, 95% CI = -.021 to .012), thus the Hypothesis 2-3 was not supported.
The Analysis of Moderating Effect
The MODPROBE analysis (Hayes & Matthes, 2009) 
The Analysis of Moderated Mediating Effect
Finally, we analyzed the moderated mediation Table 5 ).
Moderated mediation model is a combination of moderation model and mediation model, which illustrates variance in mediating effect in the presence of a moderator (Preacher et al., 2007) .
Since there was no significant effect of moderating effect of perceived learning support on the relationship between performanceavoidance goal orientation and continuous DV: Continuous learning activity Next, the bootstrapping analysis was conducted to examine the statistical significance of the moderated mediating effect (see Table 6 ).
As a result, the higher perceived learning support, the less the indirect effect of the 
Discussion
The primary goal of the present study was to identify the motivational mechanism of productive behavior in the work environment.
We have specifically focused on the inner motivational process causing continuous learning behavior, using calling as an independent variable in explaining the process. (Cardador, Dane, & Pratt, 2011; Duffy, Dig, & Steger, 2011; Steger et al., 2010) 
